ABSTRACT
INTRODUCTION
The United States educational system, throughout history, has been slow to change. Contemporary educational systems in the United States face profound changes as they address increased pressure from growth or decline of student populations, limited budgets, federal mandates, and the immediacy of preparing today's youth for the careers of tomorrow. Organizational structure greatly influences how to approach the forces of change within the educational system as structure can be a barrier to change and/or resist it. The call to improve education requires educational leaders to transform schools into learning organizations that produce high-level results for all children. In doing this, schools are faced with creating second-order, or transformational, changes. Second-order graduation, in order to transform the educational system from grades PreK-12. The rationale for studying the emotions involved in a change initiative, and in this case This study contributes to the body of research related to how individuals react to organizational change and provides insights for leaders into how they can more successfully implement change in any organization.
Review of Literature
The literature often discusses how individuals dealt with change after the change has been completed. The intent of this study was to listen to stakeholder members in the midst of experiencing change in a public school setting using a qualitative approach. George and Jones (2001) reported that little attention has been given to how change recipients understand change and even less attention paid to how they feel about it. In much of the research, individual experiences are often cited as resistance to change as recipients are not questioned further about organizational change (Kuhn & Corman, 2003; Oreg, 2003) . However, Dent and Powley (2002) found that positive reactions to change outnumbered the negative reactions. may hold different views from lower level employees about how organizational goals should be in a given change (Bacharach, Bamberger, & Sonnenstuhl, 1996) .
According to the Leadership-and-Motivation Training (n.d.)
web site, individuals can have several reactions to change including: shock, resistance, hostility, sadness, confusion, denial, anxiety, fear, and/or stress. Leaders can attempt to ease these emotions by listening, understanding employee emotions, and offering resources and support when possible. The process of change is difficult, but providing the proper time and support to work through the emotions involved is vital to its success (Austin, 2009 ).
In discussing why change efforts are so difficult to implement, Austin (2009) 
Research Methodology
The nature of this study was to listen to the reactions of organizational members as they were in the midst of transformational change. The method used for this research study was qualitative in nature. It was based on a single case study of a school district that is currently experiencing transformational change.
The school district restructured the way students in the district learn through increased technological interaction, which had a profound impact on the students, teachers, administrators, and community. The primary researchers in this study had little insight as to what to expect along the change journey, so questions beginning with how and why were relevant to this study. An interview guide was used to ask participants significant and thoughtful questions related to specific changes in the district during the past, present, and future. Following this guide, the researchers probed the participants to respond in an honest manner t h a t e l i c i t e d d e e p e r u n d e r s t a n d i n g o f h o w transformational change affects people in the midst of the change. Specific examples and questions relating to past, present, and future changes were included within the interview guide to elicit responses about each time frame.
This study was an in-depth analysis of the unique phenomenon of how organizational members-school board members, students, teachers, administrators, and parents-react in the midst of change. The methodology of this study draws from Creswell (1998) 
Synchronizing with the Change Process Timeline
The change process in the case study has a long duration, which began in August 2009. Distinguishable and relevant time benchmarks which unfolded as significant segments of the change process were, or in some cases will be, announced to organizational members. Thus, it was necessary to include several benchmarks during the interview sessions related to the change experience for participants. Interview questions were framed specifically to past, present, and future change events. This was important in order to capture how participants' reactions to change may have developed as the process evolved and also framed the data analysis and coding of responses.
Target Population and Sampling Procedure
Organizational members and other stakeholders in the case study school district likely have differing perspectives 
Investigator Bias
Two researchers conducted the interviews with participants and worked to reduce bias by creating a structured questionnaire. This helped improve the inter-rater reliability as a script was used in addition so participants were introduced identically to the interview topic and questions.
Limited personal bias was accomplished by utilizing an interview guide, containing a set of scripted questions related to participants' reactions during various change initiatives in the district. Participants were assigned a numerical identification so that when the interview transcriptions were analyzed, no connection to a particular person's responses could be made. There were only two times in the research process that the participants' identities (names, addresses, and email only) were known to the researchers. This occurred when they signed the consent form and when the interview transcription was mailed to the participants for their review. Once the transcripts were reviewed for accuracy, the participants were referred to numerically in transcripts, coded information, data analysis, and recommendations.
Data Collection Management and Analysis

Qualitative Research Measures
The process for judging the quality of research and to affirm the scientific basis of the study is most often based on generalizability, validity, and reliability (Trochim, 2001 ).
However, Trochim argued that qualitative researchers often reject the traditional philosophical perspectives of reliability and validity that are so fundamental to quantitative research. Instead, qualitative research is conducted with different standards of judging the quality of research.
These alternative qualitative standards, according to Lincoln and Guba (1985) , are credibility, transferability, dependability, and confirmability. 
Reaction to Change (Past)
Participants' reactions to change in the past exposed the showed what the end goal was; we had all these questions; didn't understand; why is this happening?
Change (Past), as shown in Figure 1 , the frequency of positive emotion, negative emotion, and questioning are all in the 30 percent range.
Reaction to Change (Present)
Examination of participants' reactions to present change supports many of the same themes that were exposed previously in reactions to past change, including positive emotion, negative emotion, questioning, resignation, vague, and other. However, a new theme was exposed and identified as constructive feedback, which is listed below with representative participants' responses: Always change…Because only if we do that, will we be able to progress; Bribing them with pie and cake. Going to their group and taking a treat. That is what it is all about; We floated out ideas to the teachers; we let them know that it was something that was important; I even think that the folks that are so-so [unsure about the change] are really going to embrace it within a year or two. 
Limitations in Research Design
The researchers want to identify and discuss recommendations for further research in order to expand understanding of how people react to change. This is 
